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29 September 1992

MEMORANDUM FOR: Deputy Director of Central Intelligence
Executive Director
Deputy Director for Administration
Deputy Director for Intelligence
Deputy Director for Operations
Deputy Director for Science and Technology
Director, Public and Agency Information
Comptroller
Director of Congressional Affairs
General Counsel

FROM:

irector of Equal Employment Opportunity

SUBJECT: Minutes of Special Executive Committee Meeting
on the Glass Ceiling Study Action Plan,
4 September 1992 pdf

1. A special meeting of the Executive Committee (EXCOM)was held on 4 September 1992 to discuss implementation of theaction plan proposed by the Glass Ceiling Study Task Force.The meeting was chaired by the Deputy Director of CentralIntelligence (DDCI). Also present were the Executive Director(EXDIR); Deputy Directors for Intelligence (DDI) and Science andTechnology (DDS&T); Associate Deputy Directors for Administrationand Operations; Comptroller; Deputy General Counsel; Directors ofPublic and Agency Information, Congressional Affairs, EqualEmployment Opportunity (EEO), Personnel, and Training andEducation; members of the Glass Ceiling Study Task Force;representatives of Agency multicultural programs and networkgroups; Executive Secretary; Executive Assistants to the Directorof Central Intelligence and DDCI; staff members from the Officesof the EXDIR and EEO; and other interested observers. 4-e

2. The.DDCI welcomed all participants to the specialexpanded EXCOM. He said that, in addition to the regular EXCOMmembers, their deputies, the Glass Ceiling Study Task Forcemembers, and representatives of Agency ethnic and work groupswere in attendance to ensure an open and thorough discussion.Noting that additional sessions would be held as necessary toaddress all the Task Force proposals, the DDCI thanked the TaskForce members and others who had assisted the effort. Heexpressed strong support for creating a more equitable work
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SUBJECT: Minutes of Special Executive Committee Meeting onGlass Ceiling Study Action Plan, 4 September 1992 Y)

environment, stressing its importance to the Agency's futureeffectiveness. Recalling his experiences with this same issuein his previous position as Director of the National SecurityAgency, he emphasized the need for senior managers to go beyondgeneral statements of support to specific actions that improveopportunity. L1-

3. In responding to the DDCI's opening remarks, EXCOMmembrs chod his commitment to making progress on the issue.They expressed concern about bureaucratizing the implementation
process and about failing to address the resource implications ofthe process or to take all employees' needs into account. Theysaid managers needed to show leadershipeedsrete accore opey
fair work clmtcn eddtporeate a more open andfairworkclimate and needed to improvethievlaon
development, and communication with employees. their evaluatisondin
concerns members expressed abo pr oye m.esponndto
-holding managers accountable o ensuring implementation and
w i n the E rsO c cou l t he EXDIR said his staff, working
and to develop measures of implementation to track implementation

imlmnainprogress. L9id

4. The discussion of the individual action items from thestudy report began with those judged straightforward and thusrelatively easier to implement. The EXCOM approved or endorsed
six actions related to demonstrating the commitment of senior
management to enhancing diversity (see attachment). A decision
was deferred on a recommendation to create ahment)on Aqdecision
to a deputy director for human resources position equivalent
ongoing study on Agency reorganization. Toensure opffectiveof an
implementation and a central role for line managers, the EXCOM
deferred two actions related to ensuring accountability until (1)the EXDIR provides the directorates a strawmantan util(1)

faddressingseiiiteastamnpnad timetablefor aesIng specific items and (2) the EXDIR and DDCI consultwith the Inspector General (IG) on guidelines for reviewing glassceiling issues in IG inspections. The EXCOM agreed that Agencyemployeescshons oncte sth interim reports and a final wrapuponb EXCOM decisions on thestudy recommendations. Jfne-

5. The EXCOM approved three actions related to improvingfeedback and communications, endorsing issuance by directoratesof employee and supervisor handbooks and of criteria for awards.To ensure a clear understanding of the Task Forces concerns andintentions regarding a recommended yearly review by each component
of its promotion, assignments and awards process, EbyOa sketTask Force to discuss that item further and come back with
clarification. The EXCOM deferred action on a recommendieach directorate publish its management tenets, requesting that

ondPerformance given to the current Agency Task ForceAppraisals to evaluate and to use in recommending
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SUBJECT: Minutes of Special Executive Committee Meeting on
Glass Ceiling Study Action Plan, 4 September 1992 -g3

improvements to employee management, evaluation, and feedback.The DDI and DDS&T agreed to send the DDCI their directorates'
handbooks for supervisors. The members agreed that, at the nextspecial glass ceiling EXCOM--scheduled for 17' September 1992--thediscussion would start where it ended today, on the itemrecommending semiannual 'supervisor feedback to employees. (27

Hythi D. Young

Attachment:
*As Stated
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SUBJECT: Minutes of Special Executive Committee Meeting on
Glass Ceiling Study Action Plan, 4 September 1992

Distribution:
Orig - DDCI (w/att)

1 - Executive Director (w/att)
1 - DDA (w/att)
1 - DDI (w/att)'
1 - DDO (w/att)
1 - DDS&T (w/att)
1 - D/PAI (w/att)
1 - Comptroller (w/att)
1 - D/OCA (w/att)
1 - GC (w/att)
1 - Executive Assistant to DCI (w/att)
1 - Special Assistant to DCI (w/att)
1 - Executive Assistant to DDCI (w/att)
1 - Executive Secretary (w/att)
1 - EA/EXDIR (w/att)
l - ADDA (w/att)
1 - ADDI (w/att)
1 - ADDO (w/att)
1 - ADDS&T (w/att)
1 - DD/PAI (w/att)
1 - D/OEEO (w/att)
1 D/OP (w/att)
1 - D/OTE (w/att)
1 - AS Chrono (w/att)
1 - AS Subiect (w/att)
1 - AS/EXDIR (w/att)
1'- Executive Registry (w/att)

D/EEO (29 Sep 92)
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2 Statement from DCI--Intelligence Excellence Through Diversity C Useio ofic com o hmw olig y D - Use of common theme would tie
3 Communicate commitment throu h town meetin s Agenc3 Demonstrate commitment through assignments and awards for those Sr Mgmt

em 1o ees with an established record of achievement Sr Mgmt
3 Hold periodic discussions and annual meetings between seniormana ement and various minorit and women's network roups Sr Mgmt
4 Creating a position equivalent to a deputy director for human resources EXDIR Reorg TF is charged with assessing the

pros and cons. Expand TOR to address4 Disseminate re ort to all em ees on the decisions made b EXCOM OEEQ/AS this s ecific issue
4 Establish task force to address glass ceiling barriers for the disabled OmCeeneand hearin -im aired em to ees GED Implemented

ACCOO{TABILITY

5 i an that addresses specific items in ac endices Ds On aproveh cton nnand other soplicable ins ections 
ares needing fup lrte mattgento
areas neding further attention

ASSIGf1/NTS(T ROCFS

This topic will be addressed under specific proposal likely to requirefurther discussion

A-i



'EUD'MCX X('D COaMMU9IC.TTIO

Each directorate will issue and peiocally updateco eHandbook EmlyeDs Some Directorates have already1 adbo implementedComponents will review the promotions, assignments, and awards DDs Annual review would ensure that theprocess yearly to determine objectivity and effectiveness processes are clear, easily understood,
andofairet allemcleeasiyudrto

1 Components will publish criteria for awards and names of recipients D s Ths a tito woulensure that alt
employees know the procedures
associated with awards. Some

epoesDlhas implemented

2 Each directorate will distribute a Supervisor's Handbook that includes DDs - seuletsoo haew mpdemee

con oct sei-anaseasoned managers. Directorates have
2 Each directorate will publish Management Tenets im lemented or working on

DDs Such tenets broadly state terms the
expectations for managers at all levels
of the directorates. Endorsing this
would clearly signal the importance of
this information being known to all

2_ Conduct semi-annual feedback sessions with employee moes.Dhaimlend
3 Career services will include effective diversity management as part of DDs Tthclde cross-culturfln mmnris would be a means of ensuring that

enanagers are accountable for progress
3 OTE will distribute basic feedback and communications tools in im lementin action plans

OTE Tools are available but are not known
This would ensure that teey would

3 OTE will include eliciting/requesting feedback from magesinw E become known

employee orientation training
3 Include cross-cultural communicationsklsimage ntraigDscoursessklsimaaeettang s

3 Periodic information will be issued about the EEO and Grievance process ED Not enough truth is known about these
processes and are too often viewed
negatively

A-2



Prda bl * Action -ffice Comments4 Periodically publicize the importance, purpose, and value of mentoring DDs This action would allow learning about
experencesthe unwritten rules that hinder

4 Directorates include mentoring in Managemen Denes success within the Agency

4 Components sponsor mentoring programs DDs This action would aid the EOD process
and improve the performance of all

4 Components establish an annual mentoring aw.r. employees
g DDs OSWR and DO has a similar type of

award This would reward those who
give their time to aid in the growth of
others4 Recognize mentorin in erformance evaluations otshens o onaii

DDs Means of accountability

DI9E ?SFFY IS 1S S

1 Issue a formal policy addressing racial harassment and communicate OEEO implementingDCI's ersonal message on this subject
1 Directorates develop mandatory training segment on harassment DDs Some directorates have already

implemented, but duration and type of
1 Directorates develop mandatory training segment on managers DDs - at is inconsistent toda

responsibilit in respondin to harassment in the workplace
2 Career panels take necessary steps to ensure that stereotypical biases DDs Remind them of this responsibility andheld by members do not affect decisions challenge decisions that appear to have
2 Heads of career panels develop been influenced b such biases2 ed fcre aesdvlp preceptstguidelines for all panel D~s Some directorates have developed thesemembers on their role and responsibility
2 Career panels or appropriate bodies take a more proactive approach to DDs Perception is that a proactiveplacing men, women and minorities in positions that will break arcto placint a otive

stereotypical mold approach to placing men, women and
minorities does not occur or is even
considered. Need to monitor and report
on this Issue3 Ensure a basic program exists to accommodate harassment and diversity EXDIR/DDs Most have implemented diversitytraining for all employees at Hqs and in the field training

A-3



Action Action Office Comments3 Each DD ensure all employees maintain heightened understanding of the DDs Expand diversity trainingimportance of diversity issues through training pa e g programs as
3 OTE serves as clearing house for information about internal and OTE mIropriate

contractor run courses that Directorates can use to develop their plemented
ro rams

3 Directorate focal points share information about training programs DDs Need mechanisms to facilitate3 Discuss status of directorate diversity training issues at annual DCI DDs
offsite

WWO X N 'T31jL- POLLIIS

2 DDs and Heads of Independent Offices add a covering memo to Work and DDs and Heads of Gives additional 'permission to useFamily Handbook to reinforce senior management commitment and Independent these programs in each Agency cusuresupport of these programs prior to distribution within their offices Offices
2 Update Work and Family Handbook annually C Plans are to update annuall2 Develop and update nonattributable information packages on CP Sterile copy of handbook will be

work/family programs for distribution through satellite office and in available and sent to the field. Thisthe field
will allow all employees and families

3 Maintain contact with OPM, other IC agencies, and organizations in the CP to have the information,
private sector to maximize successful policies an programs and tap outside of Agency on these issues andexternal sources of employment for spouses help spouses make contact for

emlsouetaecntc o3 - 4 Develop and implement uniform policies on work-family issues such as OP, OS, Ensures equality of treatment for
allowing dependents access to Agency buildings, treatment of part-time -OGC,OE employees throughout the Agencyemployment, the use of annuaVsick leave and/or LWOP following
childbirth with respect to minimum TIG guidelines for promotionpurposes, and to ensure sufficient resources are allocated for part-timeassi nments

4 Ensure key developmental and core courses are occasionally offered in OTE Especially helpful to accommodatethe DC area sily elto
4 Maintain close links with Family Advisory Board (P Ensures two-way communications

with representatives of Agency
families
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ER
29 September 1992

MEMORANDUM FOR: Deputy Director of Central Intelligence
Executive Director
Deputy Director for Administration
Deputy Director for Intelligence
Deputy Director for Operations
Deputy Director for Science and Technology
Director, Public and Agency Information
Comptroller
Director of Congressional Affairs
General Counsel

FROM:

Uirector o Equal Employment Opportunity

SUBJECT: Minutes of Special Executive Committee Meeting
on the Glass Ceiling Study Action Plan,
17 September 1992 j1

1. The second in a series of special meetings of theExecutive Committee (EXCOM) was held on 17 September 1992
to continue consideration of the action plan proposed by theGlass Ceiling Study Task Force. The meeting was chaired by theDeputy Director of Central Intelligence (DDCI). Also present
were the Executive Director (EXDIR); Deputy Directors for
Intelligence (DDI) and Science and Technology (DDS&T); AssociateDeputy Directors for Administration, Operations, and Scienceand Technology; Director and Deputy Director of Public andAgency Information; Deputy Comptroller; Deputy General Counsel;Deputy Director of Equal Employment Opportunity; Directors ofCongressional Affairs, Personnel, and Training and Educationmembers of the Glass Ceiling Study Task Force; representatives
of Agency multicultural programs and network groups; ExecutiveSecretary; Executive Assistant to the DDCI; staff members fromthe Offices of Equal Employment Opportunity (EEO) and EXDIR; andother interested observers. Je '

2. The DDCI began by noting he had seen the DI and DS&Tsupervisors' handbooks. and found them excellent models for otherdirectorates. He suggested an Agency-wide handbook might beuseful. 4d1

3. Picking up the discussion of action items (seeattachment) where the previous session ended, the EXCOM approvedan action requiring semiannual feedback sessions by supervisors



SUBJECT: Minutes of Special Executive Committee Meeting onGlass Ceiling Study Action Plan, 17 September 1992

with employees. Several members called feedback critical toeffective employee management. The EXDIR, noting that thestrongest managers give feedback constantly, said the value ofthe semiannual requirement was in eliciting regular feedbackfrom managers averse to such interactions. Discussion followedof what that feedback should include (employee strengths,
developmental needs and correctives, and relative standing).Members also outlined their view of the essential elements of aneffective performance appraisal and promotion panel system. J e1

4. The EXCOM approved 10. other actions related to enhancedfeedback and communications. These provide managers withadditional feedback tools and with enhanced training in generalfeedback skills and in cross-cultural communication. Otheractions approved concerned increasing employees' knowledge andunderstanding of the EEO and grievance process and making greateruse of mentoring. p

5. Turning to diversity issues, the members approved threeactions addressing racial harassment and two related to preventingbias in promotion panels. The EXCOM deferred action on arequirement that panels give women and minorities more stereotype-breaking assignments until the EXCOM has discussed the morechallenging set of action items, including several on improvingthe panel process. The members approved five actions related toenhanced diversity training. My

6. Expressing commitment to Agency-endorsed work and familypolicies, the EXCOM approved seven actions in this area. Theseincluded requiring Office directors to express support for suchpolicies in covering memorandums to accompany the new Work andFamily Handbook when it is disseminated throughout the Agency.

7. Responding to members' expressions of concern about thesignificant amount of time consumed in discussing each action itemindividually, the DDCI stated that the importance of the issueswarranted the time. He nonetheless agreed to consult with theEXDIR to try to devise a faster review process for the nextsession that would emphasize the five or six most important actionareas identified in the study.

Attachment:
As Stated

CO



SUBJECT: Minutes of Special Executive Committee.Meeting on
Glass Ceiling Study Action Plan, 17 September 1992

Distribution:
Orig - DDCI (w att)

1 - Executive Director (w/att)
1 - DDA (w/att)
1 - DDI (w/att)
1 - DDO (w/att)
1 - DDS&T (w/att)
1 - D/PAI (w/att)
1 - Comptroller (w/att)
1 - D/OCA (w/att)
1 - GC (w/att)
1 - Executive Assistant to DCI (w/att)
1 - Special Assistant to DCI (w/att)
1 - Executive Assistant to DDCI (w/att)
1 - Executive Secretary (w/att)
1 - EA/EXDIR (w/att)
1 - ADDA (w/att)
1 - ADDI (w/att)
1 - ADDO (w/att)
1 - ADDS&T (w/att)
1 - DD/PAI (w/att)
1 - D/OEEO (w/att)
1 - D/OP (w/att)
1 - D/OTE (w/att)
1 - AS Chrono (w/att)
1 - AS Subiect (w/att)
1 - AS/EXDIR (w/att)
1 - xecu ive Registry (w/att)

D/EEO (29 Sep 92)
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S2ECIF7c PROPOSALS FOR DISCUSSIoN

COMMIMNT <F20X SNFMIO9 aG'Fa/y 9r(RGE gj{ -

Saee Ac1 Action Office Comment2 Statement from DCI--Intelligence Excellence Through Diversity DCI APPROVED Statement to Include
expectations, education, and
progress; verbally and in

3 Communicate commitment through town meetings Sr Mgmt ENDORSED Continued
im lementatMon3 Demonstrate commitment through assignments and awards for those Sr Mgmt ENDORSED Must be onem to ees with an established record of achievementeve Ones dckt

3 Hod prioic iscssins nd nnul m etigs etwen enir S Mgt ENDORSED DD's and S gstmanagement and various minority and women's network groups SoiDOREtigs anlSr mgrs togroupshold meetings semi-annually
Forum TBD by each directorate
OEEO to assist in scheduling

4 Creating a position equivalent to a deputy director for human resources EXDIR Hold action until Reorg TF has
4 Disseminate report to all employees on the decisions made by EXCOM EXDIR cORSEDits newsetter

Glass Ceiling update bulletins,
town meetin a4 Establish task force to address-glass ceiling barriers for the disabled QED APPROVEDand hearin -impaired employees

ACCOUNT'ILITY

5 Directorates provide plan that addresses specific items in appendices EXDIR/DDs EXDIR to provide strawman for
directorates. EXCOM to revisit
timing for completion of
directorate plans

BOLD = EXCOM Decision/Changes

A-1

A 1
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Pt Action Action Office Comments5 include in IG inspections a review of glass ceiling issues in component IG DDCI and EXDIR will discussand other applicable inspections 
with IG. EXCOM to revisit

gIGZ( £E T/~S !MOCI 5.

This topic will be addressed under specific proposal likely to requirefurther discussion

_TDMBACx ? [D COMg!9{IC 7NTO9S

1 Each directorate will issue and periodically update an Employee Ds APPROVED Some directorates
Handbook yDs APOE oedrcoae

have implemented or are
1 Components will review the promotions, assignments, and awards Dws woring on

process yearly to determine objectivity and effectiveness dReferred back to TF for
additional discussion and

1 Components will publish criteria for awards and names of recipients Ds clarficationmplement as

2 Each directorate will distribute a Supervisor's Handbook that includes DDs writteDn
section on performance feedback APPROVED Some directorates

have implemented or are
2 Each directorate will publish Management Tenets working on

D/OP Performance Management TF
(PAR) to include In their

2 Conduct semi-annual feedback sessions with employees chare r
3 Career services will include effective diversity management as part of DDs This dcusson wth th/s tohat

the evaluation of line managers ar s Ths would be a means of ensuring that
managers are accountable for progress

3 OTE will distribute basic feedback and communications tools Tools are available but are not known
This would ensure that they would

3 OTE will include eliciting/requesting feedback from managers in new OTEknown
em lo ee orientation training

A-2
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3 Action AtoOffice Comments3 Include cross-cultural communication skills in management training DCs
courses

3 Periodic information will be issued about the EEO and Grievance process GED Not enough truth is known about these
processes and are too often viewed

4 Peiodial)ne ativel4 Periodically publicize the importance, purpose, and value of mentoring DDs This action would allow earning about
expeniences i cinwudalwlann bu

the unwritten rules that hinder
4 Directorates include mentorin in Management Tenets Ds success within the Aenc
4 Components sponsor mentoring programs DDs This action would aid the EOD process

and improve the performance of all
employees4 Components establish an annual mentoring award DDs OSWR and DO has a similar type of
award This would reward those who
give their time to aid in the growth of
others4 Recognize mentoring in performance evaluations Ds Means ol accountabilit

qJI'ltiSIp I.S'SZ .

1 Issue a formal policy addressing racial harassment and communicate QED OEEO implementingDCI's ersonal messa e on this subject
1 Directorates develop mandatory training segment on harassment DDs Some directorates have already

implemented, but duration and type oftinn is inconsistent todae1 Directorates develop mandatory training segment on managers DDs Same as ao
res onsibilit in responding to liarassment in the workplace

2 Career panels take necessary steps to ensure that stereotypical biases DDs Remind them of this responsibility andheld by members do not affect decisions challenge decisions that appear to have
2 Heads of career panels develop precepts/guidelines for all panel D ~s been influenced by such biases

members on their role and responsibility Some directorates have developed these

A-3
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A -ction Action Office Comments2 Career panels or appropriate bodies take a more proactive approach to DDs Perception is that a proactiveplacing men, women and minorities in positions that will break approach to placing men, women andstereotypical mold 
minorities does not occur or is even
considered. Need to monitor and report
on this issue3 Ensure a basic program exists to accommodate harassment and diversity EXDIR/DDs Most have implemented diversitytrainin for all employees at H s and in the field trainin

3 Each DD ensure all employees maintain heightened understanding of the DDs Expand diversity training programs as
im ortance of diversity issues through trainin a ro diate

3 OTE serves as clearing house for information about internal and OTE Implemented
contractor run courses that Directorates can use to develop their
programs

3 Directorate focal points share information about traininq programs DDs Need mechanisms to facilitate3 Discuss status of directorate diversity training issues at annual DCI DDs
offsite

VOR9( ANDV 9'I(LY POLICIF

2 DDs and Heads of Independent Offices add a covering memo to Work and DDs and Heads of Gives additional "permission" to useFamily Handbook to reinforce senior management commitment and Independent these programs in each Agency culturesuort of these ro rams prior to distribution within their offices Offices
2 Update Work and Family Handbook annualv Plans are to update annuall2 Develop and update information packages on . copy of handbook will be

work/family programs for distribution through satellite office and in available and sent to the field. Thisthe field 
will allow all employees and families

3 Maintain contact with OPM, other IC agencies, and organizations in the CPnto have the information.
private sector to maximize successful policies an programs and tap Onging. Take advantage of work done
external sources of employment for spouses outspde of Agency on these issues and

help spouses make contact for
em to ment

A-4
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Action 
Action Office Comments3 -4 Develop and implement uniform policies on work-family Issues such as OP, OS, Ensures equality of treatment forallowing dependents access to Agency buildings, treatment of part-time OGC,OTE employees throughout the Agencyemployment, the use of annual/sick leave and/or LWOP following

childbirth with respect to minimum TIG guidelines for promotionpurposes, and to ensure sufficient resources are allocated for part-timeassi nments
4 Ensure key developmental and core courses are occasionally offered in TE Especially helpful to accommodate

the DC area sil ento
4 Maintain close links with Family Advisory Board single arents

CP1 Ensures two-way communications
with representatives of Agency
families

A-5
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COlQ LTME 4 rO5V S~/iprn G E9/y / V( E~,

BLCK ~~Action K-Ofc2 Hold annual DCI offsite to evauate the progress made to overcomeo enbarriers identified in Glass Ceilin Stud cm 
.tite 

for ptus m tExpand the role and resources of the EEc in order to monitor glass RseUnabor impicatits
ceiling actions Resource implications

3 aenior nagement support increase training program designed to Budget implications although someincrease muticultural and gender awareness Bdetrmiate n have ug somef
- - directorates have some form of

program in place

RCCOi-sIT9R'BILFFY .

5 Independent follow-on to Glass Ceiling Study be repeated in Fall of 1994todtrmine level of progress Resource implications, recommend
changing time to Fall of 95 or5 OMS expand employee opinion survey and conduct survey on a yearly eSpring of 96

bsis 
Rabout 1 year from beginning to end ocomplete and would require one fuli

5 - time person to have report done on aAll employees must be given opportunity to evaluate management and Befarey consideis ics o obunit performance, including diversity issues Before considering, discuss how to be
- implemented. Need to take carefulaction ste s

B-1



ASSIGa~t~/2.T~s P'RorrF,

Action -
Directorates publicize those assignments that are key and/or Action Office - Comments
developmental in nature. Review list on an annual basis, and circulate Employees need to know whatto employees (Key assignments should include all management positions assignments are considered
and identification of the types of professional experiences that aresetions key/developmental. This wouldconsidered key eiminate the veilo

such assignments, consistent with
Agency openness policy, and fosters
communications about career goals

Establish selection panels (include a female and minority) to consider w oul em o sate at ers
pplicants for key/development assignments. Where appropriate and This wou d deontrce there iseasible, interview teams (include women and minority) should an assignment process to assist

interview applicants for these positions and recommend and justify in decisionmaker and that there is awriting rank order of applicants record of their actions. Female and
minority reps are consistent with
Agency policy concerning career panel2 Prepare procedures and guidelines for selection panels. Make This wo hi

procedures available to employees This would be consistent with Agencyopenness policy and helps remove the
perception that assignments are made
in secret and at the whim of a single2 Selection panels will recommend and justify in writing the rank order decisionmaker--usuall a white malefor those positions for which a DD is the final decisionmaker Consistent with statement made onRecommendations will be provided to. DD. If panel recommendations are previous action and covers case wherenot accepted by final decisionmaker, rationale for the selection will be the selection panel is not the decidingprovided to selection panel body. Provides feedback to selection
panels and creates a written record and
later review/accountabilit

B-2



- Action Action Office2 Selection panels will address in writing what consideration was given to eoenas
female and minority representation Address the concern addressed in Studythat women and minorities are

"overlooked" when it comes to key
assignments, fosters accountability
and would assist in preparation of
annual directorate reports on

2 The SPRB, chaired by EXDIR and including a female and minority rep, diversit issues
will nominate candidates, at least one of whom will be from outside the This issue addresses fct ttdeputyselecting Directorate whenever appropriate, for assignments at or component and staff chifpstosare
above deputy component chief or for staff chief assignments. Selection likely to be main entryrcs points into 

aecec ihOE.SPBwl rvdeDIms eio oiinr
p ihrc m edto ,witnJ siiato frn re n eodo frac utblt 

oes ashoul inlude rt ndf mleofcesasitne name check wihOE OeSRewldpoideCdm 
s s neior p oton, rite recor

3 Each directorate will establish a career development panel consisting of cognizance over EEO issues
line management This panel will examine and guide the

career development of each directorate
employee, with special emphasis on
ensuring women and minorities are
treated fairly (DO has begun using
such a system). Perception is that
Agency components do a poor job

3 Career development panel will set up procedures for each employee to Pncerninq career develo ment
provide substantive input for his/her own 5-year career development -dProcedures would foster understandinIan and goals and promote accountability

B-3



ActioAction Office3 Career development panel wil establish a timetable for monitoring Same as above n
progress and be accountable to each, individual employee for the validity
of the Ilan

3 Career development panel will prepare an annual report for DDs.Progress of minority and female officers must be covered in report esigned ti promote accountability,
keep DDs informed, assist in
preparation of directorate annual

4 Directorates will take steps to assist women and minorities to break out report on diversity issues
of stereotypical assignments. Rotational/exchange assignments within The outlined steps are designed to offer
and across directorates will be encouraged - the possibility of breaking or at least

bending the pattern that women and
minorities appear to be clustered
and/or assigned to certain categories of

4 Each directorate and E career service will identi psinforositions
employe assignments in ass n .

4 Exchanges wilp be arranged for high-perormance officers fromcomponents wuth relatively large numbers of minorities in

4 ~ ~ ~ ~ ~ ~ ~ ~ ~ potnte requirements andnet 
il eofrdt omnadmnrt

officers, especially at the GS-13 through GS-15 level. .Shadowing assignments are worthwhile
for all promising officers, but given
the numbers involved and the relative
paucity of women and minority feeder
groups, the greatest gain would be

- made by concentrating-on women and
5 Managers will solicit input from the network groups- on assignmentsrtie

minority and female employees will use network groups as informal Intent is to solicit input from these
conduits; network groups will serve as facilitators for management and groups eosefficacy of assignments
employees in assignment process procedures, encourage employees to

use groups to obtain clarification on
opportunities, requirements and
procedures concerning assignment
process and other related matters.
Objective is to make greater use of
these groups for managers and

- empioyes to bridge ethnic and gender
characteristics and misunderstandings

B-4



Action
5 Encourage senior women and minority officers to assist in providing Action Office Comments

names of interested women and minority employees to designated pointsof contact
5 Vacancy notices will state specific requirements for the position with -weight. given to desired and required criteria. Whether the assignment The vacancy notice issues atis key/developmental will be indicated making possible assignments and

requirements for them known. Agencylacks anything approaching this norm,and this fuels the perception that
- assignments are filled in backrooms

and based on old-boy networks. In a
sense, the vagaries of, and at times
disregard for, the vacancy system
undermines the credibility of Agency5 Vacancy notices will include notations about whether alternative workers

b sharinq could be accommodated
6 Use of "already has a qualified candidate" or other comments will be--eliminated on vacancy notices

6 Allemplyeeswillhave eas access to vacancy notices, especially those

6 Establish a tracking system that measures the impact of improvementsmade in the assignments process to assess effectiveness The Glass Ceiling Study and our own
data clearly indicate that women and
minorities are not represented
equitably at senior and managerial
levels within the Agency. The size and
relatively unchanging nature of the
feeder groups do not suggest that time
alone will rectify this situation. To
address or measure this issue, a
process is needed, relevant data must

. . be maintained, and managers must be
held accountable for what they have or6 Each directorate will determine the nurnber and percentage of women have not accomplished

and minorities considered/chosen for the top 50 (line) vacancies duringte most recent fiscal year
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*Action 
Action Officeom nsEach component will determine the percentage of women and minorityomments

candidates considered/chosen for first-line managerial positions in asimilar manner as above
6 Statistics will be reported at annual DCI offsite

Issues may be addressed pending 4 September EXCOM discussion DDs -Ds Some directorates have already
im lemented

DIVE R 5 isi

Discussed under specific roposals for aproyal

WOR X A'D TAMILY POLICIg

2 Develop and conduct annual survey of. work/family policy needs in orderto focus the Agency's limited resources on those that are the most Deterine which programs/issues are
pressing a h otmost important to majority of

employees and properly focus on
2 Develop central data base on tandem couples and assignment et imrtsopportunities Size the population and improve

assignments process. Resource
3 Develop central data base on flexible work arrangements used in each implications

directorate Collect and give access to information
and encourage more usage of flexible
work arrangements. Resource

3 Develop central data base on ski! of contract spouses to match with im lications
employment requirements for staff positions when they return from Give credit to contract spouses for

. O/SAgency contributions by helping andplacing them in staff positions.
Resource im lications
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Action Ace

3 Broaden scope of Emergency Leave Bank and broaden other benefit Action Office Comments
programs Recognize we cannot make change but

can work with OPM and private sector
to encourage change for programs of
importance to Agency employees.
Statutory program, law prohibits
expanding program. OGC review

3 Develop a mandatory training before takin action
policies for all managers Ensures that managers know about theprograms and policies, their

flexibility to use them, and the
experiences of others who have used4 Provide high-level support to the Work/Family Center them. Resource implications
Demonstrates Agency commitment and
work/family issues, ensure broad
Agency participation and
communication, centralize related
activities, and give clout to the
manager. Resource and budget

4 Use Family Day or another appropriate forum to annimplications
establishment of the center

4 Head the center with an SIS officer
4 - 5 Draw core staff from OP with appropriate resources from other officessuch as OMS OTE OEEO and OGCo
4 Include a representative from each directorate (home based in thatdirectorate and with supervisory experience) to serve on rotation with This would add broad Agencya slot supported by the home directorate enerence and representation to the

center, would aid communications
between Center and directorates, and
would serve as a visible commitment

5 Ensure center has hetero eneous staffin b each directorate to the Center
5 Establish a Work/Family Executive Council of line managers and humanresource specialists Council would provide advice and

guidance to the Work/Family Center,would serve as soundingboard for new
ideas, and would aid in the
implementation of new programs and
policies
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